Despite the fact that women are making inroads into the boardrooms, they are still underrepresented in higher management positions in companies, in politics, and in institutions of higher education. This assertion is the consensus view not only of social and organizational researchers but also of women who have managed to accrue substantial experience as leaders.
INTRODUCTION
As noted, women have made significant strides over the past half a century in terms of advancements into the workforce (Sule et al., 2017) . However, it is well-documented that women occupy top executive positions in politics and industry much less frequently than men (The World Economic Forum, 2015; Sui Chu Ho, 2015; Sule et al., 2017) . Bias and discrimination against professional females could take place when members of a society hold certain stereotypes that are in contrast with the actual characteristics of these women. These stereotypes can prevent females from achieving their goals as a result of the expected social roles they have to uphold. This paper argues social role theory and gender stereotypes to explain a deeper motive as to why women to some extent are being underrepresented in leadership positions. Moreover, this literature review provides a comprehensive overview of gender discrimination barriers to leadership.
Societal Barriers
Social role theory proposes that people's beliefs about social groups in their society come from associating specific behaviors to their normal social roles (Koenig and Eagly, 2014) . According to Morris (1988) , socialization is the process through which a child becomes an individual respecting her or his social environment's norms, laws and customs. Thus, individuals conduct particular social behaviors once they have formed into a social group (Turner and Tajfel, 1986) . A study by Schmitt et al. (2009) found that these behaviors are enacted and reproduced in an effort to strengthen and protect a group's perceived collective identity. These leads to the constituted social group's identity;
an inherent form of demarcating itself from other groups. Such behaviors, partly because they de facto bar outsiders from access, contribute to maintaining the status of a social group so that the group's leaders can maintain control or power over a population as well as resources and established hierarchies (Tolbert et al., 1999) . Among different social group identities, gender is a particularly common and potent one (Tolbert et al., 1999) . Indeed, most individuals tend to manage information with a certain level of conscious or unconscious regard for their gender as a method of differentiation from others (Kottke and Agars, 2005) .
To understand the dynamics of gender interactions, this paper draws heavily on Eagly's (1987) social role theory and her research on gender stereotypes (Carli and Eagly, 2007; Eagly and Karau, congruity theory (Eagly and Karau, 2002) . Eagly and Karau (2002) suggested that role congruity theory extended beyond social role theory in the sense of congruity between leadership roles and gender roles to reach the form of prejudice against females. They proposed that female leaders face two types of prejudice because of the incongruity of the expected leadership role and women's gender role. The first type of prejudice is related to perceiving potential female leaders to be less promising than males because of their stereotypical gender roles, where the leadership position is perceived as one embodied by masculine-stereotypical traits. The second type occurs through evaluating actual women leaders to be more successful in carrying out their leadership positions as a result of the incongruity between their leadership role and expected gender role. Eagly and Karau (2002) pointed out that these two types of prejudice against women created a culture of less access to leadership roles more obstacles to overcome in order to succeed in leadership positions for females. Eagly and Sczesny (2009) went further by arguing that the shortcomings and gains that women leaders tackle are manifested in the differences and similarities between the cultural stereotypes of men, women, and leaders. Hence, cultural stereotypes have created two forms of cultural expectations. The first form of expectation is about actual traits of each group, which were called descriptive beliefs. The second form relates to the expectations about what the members of a group must be like, labelled perspective beliefs. These stereotypical expectations play an important role in society because individuals carry them and behave according to them, regardless of the organizational or social contexts. Eagly and Sczesny (2009) argued that females face a double bind here because there is a contradiction between the prevalent stereotypes about leaders and their gender stereotypes and social expectations. Thus, Female leaders encounter prejudice related to this mismatch between perspective and descriptive beliefs. This prejudice impacts women's access to leadership positions and promotion prospects and women leaders' evaluations as effective leaders.
